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PREAMBLE 

. i-i- - ~ ’ 

:19B9, by and between the Etc td ugh cf Fair Haven? in the County 
of Mor!ft:(:iuth :■ the State of New Jersey? (hereinafter referred to 
as the Borough) and the Fair Haven Police Department sectiov^ 
of PEA Local #184 of the Borciughs of Rumson and Fair Haven? 

(hereinafter referred to ae the Association and/or Employees), 

RECOGNIJigN 

(A) Tne Borough hereby recognizes the Association as the 
eKclusive collective negotiations agent for all-time Police 
Officers except the Chief and probationary police officers 
employed in the Police department of the Borough of Fair Ha'^'en. 

(B) The title of Police Officer shall be defined to 
rnclu-'e ttif plural as well as the singular and females as well a 
male. 
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SQyEi OF PROCEDURE OF NFGDAT IONS 

r!wn f;i f ;! ir:.'l")a.i. I p!'- im.; i.-; q .. I't i-u'i ordt-iTiy Ti«;'i.MriDr » ii'ii,;--- 

Assc'C :i 'j DTi shfi-ll be rerj-resevited by three (5) fTiGiTibers dT the 
Fair Haven Police Department and the Borriugh shall be represented 
by the Police Committee of the Mayor and Council. Mo persori 
other thain ones designated heretofore shall attend negotiation 
meeTinqs.. Legal counsel for each party may attend upon prior 
notice to the other party. 

Heetinqs shall he held as often as necessary at mutuall 
agreed upon times and places to reach a fair and equitable 
settlement. Should settlement not be reached and either the 
t'oro'-igh or the Assoc iat ion feel they have reached an impasse? 
they shall Y'totify the other in writing of their 3.ntention to 
seel, outside assistance. 


PROBATION 

' EL‘acf> new Policf:-’ Officer shall be required to serve a 

pr<' -at ionary period of iY minimum of eleven (11) months. Regular 
app ivYtment shall be cr'Ytignerit upoY-i satisi rfctory comple^tion o"i 
the,’ basic Police Train! Program recognized by the Mew Jersey 
Pol ce Training Commise on a^nd the recommer- iation of the Chief 
of F-'olice that the probationary offiC'i- has successfully 
con> leted his probata itary training with the Borough of Fan 




D'ffi. c;er5 


This us v - t opr«ly t’-o F'v cbdrit; i ori-^.s y police:? 


annual base salary 

The Schedule of base salaries hereiri belou^ set forth 
shall be effective for the designated positions from January 

1990 t-hrourjh DecE-»nber 'll , 


Lap I-a in . , u .. 

Lieutenant.. . 

Sergeant 

Patrolman Class V , . . . 

Patrolman Class W . , . 

Patrolman Class 111 . . . 

Patrolman Class II ... 

Patrolman Class I . . . . 

from January 1? 1991 through December 31 

Captain.- . . 

L 'j eutenant. 

Sergeant.- . 


Pi't ■r^.'inari Class , 

F'a i ro 1 man Cla^ss IV 
Patrol-nan Class TIT , , . 

P-'a tro 1-tar Class II 

Fa.'..-I o 1 /naTi ulass j. . . . .. 

and from Jariuary 1, 199?: through Dfscemb-r 

Captain . - . 


1991 , 


31. 1998. 


43.972.00 
41.188.00 
3S,694.00 
36 !. 658.00 
33,684 00 
31,137.00 
SS , 207 00 
85.719.00 

47,160.00 
'i-4,103,00 

L. \ , 499.00 

3-9.309 . Orj 
3 , 063:. T. ) 

3 3,394 . (. 

c- 7,58 ‘"I-. K 

5'''.697.0' 














I eLi teri1; .. 47 v 4 i i OC- 

Sergeant . » . 44^611.00 

Patrol man Clas'a V „ „ . . .. 4S?S‘57.00 

F'atro 1 rrsan Class IV ........... 3S;,7S7-00 


Pa.trDlmc-;\n Class III---. 35:iS99.00 


PatroinuT-n Cl ass II.. 3cS5c-.l-00 

Patrolman Class I » ■ - ..H9.i653.00 


The "Clas-s” d 0 siqrsation shall reter to the riLi.mb'-r c-f years 
a patrolman has been a mamber of the Police Department., i.e. 
Class I has completed one (1) year of service; Class II - two 
(£> years; Class III — three (3) years? Class IV — Foutr (4) 
years; Clas-s V - five (fo) or move years of service. 






T!-)£' Bor'ough shall its emp.1,Dy<?©s tt'jicie a month? 

that is on thfs fifteevith (:i5th) and th<=? thirtieth (30th) of 
each rj'’c:o''ith ? except February when the s^econd pay shal] be rriade? 
of the final day of February. 

The hourly rate shall be compjuted by dividing the 
annual salary by the number of hours in the employee's 
prescribed work year. 


If payday falls on a holiday? p^aycHecks shall be 
issued on the p*’ecedirig workday. 


□VERIIMf* 


m- 


G-'r-rtime for members of the Police Department? shall 

be as follow »s 

\ 

Lo -.al Court tiirt.Time and 1/S dnimurri of 

2 hours pay 'sen off icG-?r 
is required t • be in 
c o ur t. 


An meetings? includin \ 
th bike progra.Tij 
na, cotics programs? sc lool 
pr ■grams? etc .... . . 


Compensatory 


ime and l/£ 




c:'t two 


renular sch.edLiIE-d shi'f’l:, shall bci Gi.ia.ra.»"‘teed a niinitriurr! 

<£) hours pay at the rate of time avu:! Oi-.a i-ialf their hourly 

rate. In addition- empl.oyG'es shall be entitled to payment at 

the rate of timt::-? and one half for riours actually worked in 

excess of two (£.•) hours. 

Court time other than 
local? whici'! requir eci 
ap p‘ e i.\ r a ri ce o u t side c :i f 

•normal due shift- ..F-'ay at the rate 

of timc^ and l/£. 

Pil 1 author i zed 

emergenc'/ duty Pay at the rate 

of time and 1/2? 
(n i n i mu stj f c> r the 
first hour or 
any thereof; 


Replacement of reqular 

shift .Time and 1/2; 

Time worked over the 
' eight (3) hour day of 

regular work week.Pate of time ^ nd 

1 ''2 for all t ’j me 
L orked. 

Overtime for all r .il-j.ce Depi^rtfrsnt personnel must be 
author i 7. :;.’d by a superior offhcer before it is pc • formed . The 
officer oust sign the overti'ie authorization for'M? or if an 
officer ib not a'vailable? he she may be contacte-:' b'y te? 1 €?phorie. 





t rli--.; !' i V i;? J ' “J C‘* y' } ,, i r *''-J , f'.. u-j ‘ 

longtx’V'ity pay for the years of continuous service as f o'i Xoi/.'s;; 
After the c;c«iiip 1 etion of" four years servire . % E'50,.f50 

After the coripietion of five years service „ r - 40C),0r) 

After the completion of ten years and through 

fifteen full years of service 750»00 

After the completioTi of fifteen years and 

through the twentieth full year of service . . „ ► „ li^.0„00 

After the completion of twenty years c\nd 

through the twenty-fifth year of service . 1550.00 

After the completion of the twenty-fifth year 

through thirty full years of service . 2050-00 

After the comp let ion of the thirtieth year 

of service. ..... 2550.00 

Effective Ja-nuary 1 ;• 1991 j longevity pay for years 
of continuDus service shall increase by an additional $75-00 
for nach step of the longevity plan. Effective January 1> 1992. 

1 oncy.“-vi ty pay for years ••.<f continuous service shall i ncre .fse hy 
an a-lditional $75.00 per step over the- amounts paid ivi 1991. 

hours or work 

Hours of work Tor Employees are as designated in the 


Depjs tment work sched-tale 






Fa 11 — time regalar Pc'litce Officers shaj 1 be entitled 
to an exti' a drTsys p^.y ^t their regular rate for tt'ii rteen <13> 
holidays as designated below. Payment shall be made in a lump 
sum DVT the 15th day cf November of each year. 


New Yea r '' s Day 

ha.rtivT Luther King Day 

LincolvT^s Birthday 

Nash ivigton ’’ s Birthday 

Good Friday 

Memorial Day 

July Fourth 

Labor Day 

Columbus Day 

Veter an's Day 

Thanksgiving Day 

Christmas Day 

One (1) Floating Holiday 


PRQMQIIOhS 

\ The Borough shall give preference for prcirno t i on and 

advancement io the present Emplovees- Pecommendatioi* for 
promotion and adva- cement shall be mad: by the Police- Committee 
with the advice of the Chief of Police, The Comn«ittee will 
present its recommei-idat ions to the Mayc • and Council for rt/iew 






f ^ 1 y B § B B J Q 01 

date for ?i.a3 ary stwp Iricr ea&es» 1 ongev i iy step i ncveaec??" ? and 

Lncreaseri for sick and vacation tinie? an GiisplDy&e.^) hi-»d prior 
to January i? 1990 will have their effective date of hive 
calculated fron) .January t? of the year of their actuaJ. hirer 

(■•'or E'mployE'es hired after January 1990? the date 
used for the purpose of determining the af orement i oned salary* 
and benefit ir-creases will be Ja.riuary 1? of the year in which 
hired? if the employee is hired between January.1? and June 
30? inclusive of that year. For employees hired after January 
Ij 1990 whose hire date falls from July 1? to Dece/riber 31? 
inclusive? the effective date of hire will be January 1? of the 
next tv <Ci :eed i r-a year, 

^ For purposes of determining seniority for pension 

purposes? layoffs? offering of overtime? years of service on 
the job? :>nd aviv and all other ccmd iions ? an employee'*'- 


actual date of 1 >re will be used. 



VACAIION 

F(.a 11 ~t :l me c j.'-.r Po 11 c U1- ice i" _ .!. (t.--.;. -,; 

V a c a t i o n 5 ? a c c c< r d i n g t- o the foil c;> w i vi g o c h ci u 1 g s 

Up to and including five? years 

of service . . , ..IE wc<rking days- 

After the completion of five 

years of service.17 woTV::ing days 

After the completion of nine* 

years of service and the 

twentieth year 1 additional day 

for each year of 
service up to a 
fTiaxiimufTi of S9 
wor k i'ng days . 


The Chief of Police shall determine the times and 
terrris of the vacation leave according to departmental needs. 

One v^G'i'ek of va.c.-xt;on will be permit:®:! to •accumulat 
to the next year with the provision that the officer request 
this of t'.'i-a Chief of Police before October Ist. 

SICK LEAVE 

If a " Olice Officer is ur.--bie to reoort for t :<rk 
due to illness? this fact shall be rupjorted to headquarters at 
least twelve (IS' hours in advance? f possible. 

If thp officer is absent -••or n^ore than onc^ da.-? thG> 
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shal I i-ic-i-ifv 


i.ja I ;! i" \ ::>i'vaj.j. apply n(v:^;'U;.iquart:a-s r:-f f i c c.’'r 



rr t((i0;-it 

tiead? who i 

ri t *..t 

■n? will .-ake ar 

■ravicjernents to have 

t I'l !.■• • r:. i"i :i, '1 

■■ t cover 

•ed if requi 

r 0 d 

The Cliief of F 

o ], ie b h a 1. 1 b e 

adv .t sed 

i n a 1 1 

cases« 





[:;Qklyy EQB 0QQUuUb:6Iiy day compensaiion 

Elffective -January 1 ,. 1990? a +ull-tia’i 0 [Eirsp 1 oyec:- v^ho has 
b& 0 ri e-mploy^d for at least five (o) consscut i ve years and who 
leaves employment in good standing shall be entitled to 
accumulated incentive day compensation at the rate of S2S.00 
pier day for each day of unused sick leave- 

Effective January 1? 1991? the per diem rate for each 

dav of unused sick leave shall increase to $30-00? and effective 
January 1? 199S? the per die>m rate shall be increased to $35-00- 
Regardless of the amount of incentive days 
accumulated - the maximum payment to an employee for unused sick 
leave shall be $10?000- 

llEIbQD QE ACCyMULAJigN 

Elach full-time Empiloyee shall be entitled to fifteen 

\ 

(15) days of sick leave per year and all unused days of sick 
le'ave may be car'“ied forward to futu ■© years- 

Credi' for unused days of sick leave shall be. ^ 

calculated retro ctiyely to ttie initial date of employment. 
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ADyiNISIRATIGN 

The " I ncent i ve Dsiy " prov : i. on sshal ], be adnii ni s ter ed 
Sseparc:'be I y from the prevailino sicr leave provision and shall 
in no impact upon the bencsfitss of the latter. 


EVIDENCE 

After an employee has been absent from work due to 
an 11 ness for a psriod of three (3) consecutive work days? the 
department head may require the en-iployee to submit medical 
evidence in support of the employee's absence of work- In 
addit'ion? ttie department heaid may require proof of illness of 
an employee on sick leave? wiienever such requirement aippears 

reasonab1e. 

« 

F-aiiU'i -'i of the employee submit such '^viderr a 
could result in the sick lea'-'e abss: c.e being dis-ojoprover and 
absence charged .-o absence without r -^y. Nothing herein shall 
'preclude a depar ment head in an apiiropriate case from 
'<■ equGsti rip an ek "iloyee to submit to 5 medical examinatic i at 
Foirough expense ly a physician selei: -ed by the Borough ' r tne 
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1 i nq ti 


■ee o r j. ocarjirrc.: j 


eniD 1 O VGG; 


tho? 


i'bjlity Iq reqL'usiv the dutiee c-f the position 


>:>■!" j.e^ve sh'ial'J be c;ause fo* d i. sc i |:< 1 i nar y 


(■■x u: t ii. i j r«, 


LEAVE OF ABSENCE QN-ItJiZhlQi 

When a periTianent full-time eini::; 1 oyee is injured or 
disabled resulting 'from or arising out of his/he.■ emp loyment y 
the Mayor a.'nd Council ima/y gra'nt a leave of absence with pay? 
for said employee, provided that the Borough ph-/sician or some 
other ph\.sicicin appointed by the Mayor and Council shall certify 
to such injury or disability^ When a leave of absevTce ha«s been 
granted, the employee shall '‘lOt be charged with any sick leave 
time for time lost due to such particular injury or disability. 
The Borough shall pay the employee his/her regular saJery and 
the employee shall remit to the Borough any worker^'s compensation 
award fo' :Eaiai' 'y coiTipensation. 

An employee may net work at another icb while on sick 
leave from the Borough, ho^-'-ver, * he Borough ra'-iS-rves the right 
to recall the employee to perform light duty i >' possi: ie. 
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QF AFSENCF QFF;:;lHe;~JD& INJURY 

Whe-’n a permaneMt full-time employee is injured or 
disabled not resulting 'fi'orn or arising out of his/her employment 
the ‘iayor and Council niay grant a leave of absence with pay-! for 
said employeej provided that tha> Borough physician or some other 
physician appointed by ti>e liayor and Council shadl certify to 
such injury or disability. Uhen a leave of absence has been 
granted? the employee shall be charged with any sick leave time 
for time lost due to such particular injury or disability. The 
employee shall be paid through the Borough's disability income 
insurance coverage. 


IN IHE FAMILY LEAVE 

In the event of a death in the immediate family of the 

% 

employe*!, the Chief of Police may grant three (3) days leave 
with pay. Buc ■< leave shall be in ::iddition to vacatior leave and 
sick leave. 1' an employee has to travel, over 500 mijesj. leave 
increased to f ve (5) days. ImiTiGdiate family is defived as 
mother? father sister-, brother? s.jouse? child? grandp .rfirent ? 
grar.Gch i Id ? mo her - i n—law or f athe. - i n-law . 
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Ar«y i" i or o 1' i-L p .vs v 5':>l'"i =<. i 1 b 0 

subcu j. i. tr-t:::! tc:* the ef F‘d 1 j, c, e whc wi'J.1 it i-vith ri 3 s 

TecOiTiffier-di"; c :i or. to th'S Adrn inie t'f 3tor' .. Th 0 Adnn ni stv r^tor w ill 
v'Gfer Boch Tequest tci Tji-ie and Coi,.iMr j j. with hi i 

T G'Cominemd^, t ion for r\ '.-jpor^i t iov.. 

iliklJBBl LrB£ivE 

In the event- an emp 1 r:>yea i= called for Reserve Duty ii''> 
the Armed Forcesv of rhe Llriited States for the fifteen day 

eummer leave? he/she ehall be entitled to the d iff erevice betweeri 
pay? and his/her regular Borough salary? for that period. The 
absence shall be in addition to regular vacation leave-?. 


BiQQB^s 

The Chief of Police shall keep personnel records for 


the Pol ire 

D e p ar t m e nt. The 

records shall 

inc1ud e 

dates of 

appo i r»tmants 

and proiTiot ions ? 

job actions? 

amounts 

of lea»ve 


accrued and unused? and related matters- An employee is 
entitled to review the conterits of his/her own personnel folder? 
but not of other empioyees. However- the Borough reserves the 
right to remove such records as medical? psycho 1 og i cail ? and 
psychi at r j. c exami nat ions ? pr e—errp loyment 3 nqu i.r ies ' and 

backgrou’ :1 investigations? p tor to review of th : folder contents 
by the e* .;.:j 1 oyee. The Chief f Police shall traninit ail 
•'leces-sar'; records for payr':>l and benefit purpos* s to the 
Administv ntor. 

An nmployee is exp(.:ted to notify the n-,ief of Police 
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' ■ ’T f 


r 1 




1 iS 1 Ci .i. P ' 


addr .1 t e J'ipi'iO rie ,;.i'nb 0 ;' ■■ 

;i ir i a'" y or ci f d'^pei I'-, 

t ;••■ ansfii i t s-!.i.c;h revisioiis to the ••■ufT.i 






UNIFORMS ECUTPMEl 


FF;uP£i:: 


Jj'U ANl. 'E. 


Tiie Boy'DLiQh iiiihrfi 1 Tu.Ti'"i 1'j»h appi'opi u.rii f ij'r‘iT>*i;v vO 

emp lov 0 'r?= of the Fo 1 ice Department.. 


Employees shall be r espo ocr-:i b 1 e for daniage to or loss 
of Borough property ard equ.i pme-v-t co.u.sed by neg 1 iqencer In any 
event any damatge to Borouatf equ i pnien b and/or p'<'opGrt-v shall be 
r e p D r t e d i m rT> e d i a t e 3, y t c:i the s u. p e r v i s o r . 

A clot r» i n q all (:«w a V! c e o f 11■■| r ee hi u n d v e d and f i f y d o i 1 a e 
(t>350.00) per man shall be allotted to purchase uniforms^ 
Including shoes. All uniforms G>;ce;pt in emergencies shall be 
pjurchased for the department at one time. 

In addition to the above clothing allowance:, the 
Borortgh w-j],]. provid'.'' 'in a tcta] r,r 'S;! !nC', Oi • i i"! IRR-!'' to '...m-u.. in 

emfjloyee, for purchase of suniforns and equipment. In 1991 this 
payment will 3, increase to '*EOO..OO for each employee? and in 199,9 
to t>S50.0‘-. The Borouqii will m.aFe an annual luiTtp sum payment 
to each e- ployee as soon as p actical after adoption of the 
Municipal uudget. 

Upc-«n ter mi nat i DVi of employme-ntj ar^ emtp 1 (..‘yee shall 
return to i;he .Borough any uni orrr.s? equipment and or property 
assigned tn him/her before th»- iss.\ance of nis/hev fin-'I pay 
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K. ■■ 


leave 

Female Employees may use their accrued sick leave? 
and/or vacation leave for maternity purposes. The period of 
actual incapacity for work must bG5 supported by a physic iarr’s 
cer t i f i c c» t e . The emp 1 o yE?e may request an additional abser'cc 
as leave without pay, 

Ejl Bjl di. leave 

Entployees shall subciit a request for corivent i on leave 
to the Chief of Police who in turn will forward such request to 
the Administrator . Vhe Administrator will refer such req»..est to 

1 r r- M<-v/or and Cou.nci! vdtl'": h:'V:>/h(ar' recL-ii'n-enda t i c.i i', 
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PoJjue Depcir jitE-rfr-c. nriel shaJ.l Bu.bmii: 

written •reqi.j.est tor leaven anru.'a.:>. exchange cr p>ay beet:? to 
I'he officer in charge of the work schedule on the prescribed 
form at least seventy-two (72) hours in advarice where 
pr ac t i cab 1 e r The Chief of Police shall ap'prove requests for 
e>;c;:l'iange for good and sub e- tant ia i reasons. 

systems 

All Efnp 1 oyee^7::*wered L'nder the Police and Eire 
F-<et irernerit System shall be governed by the requirements, and 
provisions of the System relating to retirement benefitB.. 

The einployee shoL>ld notify the Administr.ator in writina ai 
l east thi’ee (3) monthis before planned retirernent . 

' Longevity and holiday pay are included in base pay 

fc-r pen?- son purposes for an employee of his/her final one ( 1'' 
year of service. Such emp 1 yees shall notify ti Admi n i strator 
at least thirty (30) days prior to their final r.-se (1) year of 






Ail permanent "f la 1 i — t irne erripi I oyaeB shalj ccvrit i nue? to 
be provided with hoep i t a ]. i z at i on and major medical Health 
Insurance coverage as piresently in effect? to be c^aid for by the? 
Borough. The hospitalization insurance is presently the Garden 
State Hospitalization Flan and the Major Medica], Insurance is 
presently provided by Metropolitan Life Insurance Company. 

In addition? all permanent full-time employees are 
eligible to be enrolled in a disability income insurance plan to 
provide aaainst illness and disabilities that not job 

^ . *•-.■-- 55 #: 

related. Such insurance shall be provided at no cost to the 
employee. Details of this program are available from the Borough 
Admin i strator s Cf f i ce. 

The major medicai insurance shall provide a $200.00 

deductih]e for the individual and a $200.00 ded'.ict ib le fi-^r 

% 

dependents? totaling $4'‘ ‘».00 for the ent i e family. Tha 

jnsuranre plan will provide that the insLArance company shall pay 
eighty S0%>^ percent on the ne>?t One Thousand («i?000.00) Dollars 
for the individual and eigh y <80*/> percent of "he next Or»e 
Thousand Five Hundred (?>1?500.00) Dollars? including the 

individi'al " s One Thousand D.liars? for the enti e femily. 




("'ompj.'iviies v ■'.'hey vs.i 1 i-rot i fy the* iat j .dti of t’ne 3 v" i t i ons ,: 

i-ioN&ver ? dur i nq tri® o'f th i «■> Agr^r'ement tl-ie £*.*"o resa. :l cl 

d&c:«uc t i b 1 es shail 'no t be cl'iariged. 


The Borough shall, pay Hosp) i tal i za 13 o n and Major 
liedical IriSLrrariee coverage for those employees who retire with 
twenty-five or sriorG years of servics, a^id disability or medical 
retirement regardless of the veers •of service. Such coverage lAjill 
•sMt-end to an employee and spouse. The Borough will also pay for 
eligible dependents? as long as premiums for an employee and 
dependeiits remain at the same rate as premiums fo3^ an employee 
and spouse. 


\ 

j 
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Ef f 0C. t i v-ij SeptcTitTiber 1* 19SS!i all permanent full-time 
emplovGee- are eligible to be c-'iirolled in ttie dental program 
known and designated as Eiollinger Associates Plan #1, 

This plan covers all full-time permanent;, active 
employees who work 30 hours or more a week- Also covered are 
husband or wife of employee and any unmarried children under 
age? 19 (unmarried children up to age 27j if full-time student >« 
The fTtaximum benefit per individual per policy year shall be 
? 000 - 00 . 

The deductible shall be $35.00 annually for Basic 
and/or Major Services? $0 annual deductible for preventive 
services? $50.00 ff-mily maximum. 

The insurance company shall pay the following for 
services as provided in the plan: Preventive Services - . . 

100%? uasic Servicer . . . 80*/? and Major Service . . . 50*/. 

The efTiployee shall :)s^y tht? balavice of same. 

In the esent the Borough wishes to change Insurance 
Companies? they will notify the Association of their intentions. 
Howeve ? during the term o" this Agreement the sfc'resaid . 
deductibles shall not be changed. 



Bci i D 1.1 n hi 


.1. !!> 0 ir L V. ' !:= Vr W Vi0.0 ^ 

Any en^ployee? who ir t-he course of official 
business uses his/her own motor vehicle? shei.ll be entitled to 
mileage allowance at the rate of eighteen <1S) cents per mile 
and? in addition? reimbursement for tolls., 

Employees shall be entitled to reifTibursement for 
meals when on Borough business and out of town during meal 
time? at the rate of four (4) dollars per meal? or niore at the 
discretion of the Chief. 

Reimbursement for lodging shall be made according 
to the discretion of the Mayor and Council. 

A request for reimbursement shall be submitted to the 
Police Chief on the prescribed form for approval? who in turn? 
shall forward such request to the Borough Clerk-Treasurer? for 
payment- Expenses shall be supported by a detailed claim? and 
as appropriate? receipts fov meals and tolls arid lodging. 

AIJENDANrE AJ SCHOOL 

When a Police Off-cer attends school for a job-related 
course C'r training session? he/she shall receiv ' a day in 
compensatory tinie off for each day of school he-she attends 






■I,hat; he/'si'ic? 3 1 :-- hti'd (A If'f;:ir wori-;:„ The (.:• T f' i. c ei'" ro-'Ay apply 

foi" the cfj rnriGVi':;; a t o r y tiine oi-f . by subtri i 11 i no a s'candavd T'eqijest; 
foTTii to the off ice>■ in charge or the schedule- 


c:vv i(-- T nt-. xy r;::r 

V'-i hen ever ti'iere is a lacV-: of worj.;: or lack of ff..5nvU';> 
requiring a reduction in the number of employees? the required 
reductions shall be inade as the Mayor and Council may designate 
F'ermanent full-time employees shall be given a minimum of forty 
five (4‘5) days written notice. 

' BisigNAiigN 

Employees are expected to give thirty (30) days 
written notice of their iv^tended resignation. All resignations 
shall be submitted to the Chief of Police and forwarded to the 
Police Conin^ittee. 

liRdlWAk WITH EBY 

A permianent full-time employee who retires after the 

completion of twenty (SO) years service shall be entitled to 

\ 

thirty (30) calendar days leave with pay. Such leave shall be 
in adcition to any other benefits due to the .=mployee upon 
ret irt: ment. 
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LI sc I PL. I NARY 


Any r:<f‘ tiihs following inf r ac. t i ons. but not li/nited 
thereto? mey be cause for rsooval? suepeneion? demotionj sub¬ 
ject to approval of the Msiyor and Council. 

:L . Neglect of duty. 

5. Incompetency or inefficiency. 

3- Ivicapacity due to mental or physical disability, 

H. Insubordination ov' '£>eriou.E b"each of discipline. 

5- Substance abuse while on duty. 

6. Chronic or excessive absenteeism., 

7. Disorderly or immoral conduct. 

8. Willful violation of any of the provisions of the 
statutes, rules or regulations relating to the 
'•employment of public employees. 

9.. The conviction of any disorderly persons or more 
serions criminal offenses. 

10- Negligence of or willful damage to public property 
or wsste of public supplies. 

11.. Conduct unbecoming an empl' yee in the publi 

service v^ih .ch adversely reflec s on the Borough- 

IS- The use or attempt to use ones authority o 

official influence to contiol or modify th 
political '‘Ction of any activity during wort:ing 
ho»..ir s. 
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It is trie policy of tr-iv- Boroogh ti'iat ev^r y employee-:’ 
tfit all times be treiisted taiviyyi cc-ur teous I yy. and wjth respect, 
(A) Whenever an officer of the Police Department 
has a qr'ievar<ce it shall be preserited to the 
ner;t superior officer in ra.rit;:, as designated 
on the Police Department organizationa1 chart. 
This officer shal: attempt to resolve the 
matter within three <3) calendar days of its 
presentationn If he is unable to resolve the 
matter to the satisfaction of all parties 
involved;! he shalJ notify the contp 1 a i n t ant in 
writxY'ig to that effect, before the er<d of the 
tl iird calendar da v. 

^ (B> Upon unsatisfactory sett lenient of grievavice 

throLigt step one- the offit’^v-r shall subrht his 
grievance in writing to the viext highest rank- 
^ ing ofr;!.cer? within five (f;.' calendar days of 

the tifrr* of rio t i f i c a t i on ii: step* (A^. This 
officer shall arrange a meeting consisting of 
those G ficers involved in -tep (A), review 


as 



t i"! Ui i V ‘mC c;'1"‘tV t? tii p L- “L rJ i ' O ] V & !L - 

; f "u? jurisucc:-Bfit u I i v- so 1;'L'J. ng ti ui- qr io’s-'co'ico ? 
ho shf?!']. v"iDl:aty th,e officer in wr 1 1 i i ig to t-hst 
effect;, before the enri of the fifth o.-iendor clay,, 

< C Thie procedure stiall ccivit ivicte 11--r o u q' "i c-ff i ce 

Ci'f the Chief of PDlicns.. Jf tije Ch i. i'-jf of Police 
i =- unable to Bcettle the grievance ea.t I sf actor i ly j 
five <5i calendar days of no t i, f > ca t; i on he 
snail designate an officer of the departrrierit- to 
investigate tlie qrievanoa, 

(D) The finding shall be presented at a mc'eting with 
the Bor ought Adm i n i s t r a tijv . Thiis meeting shall 

consist of the officer su.bmi 11 i v\g the grievance? 
the Chief of F'olice, and the investigating 
officer. The Borough Adrri in i st r a tor sha\li attempt 
to resolve the grievance within seven (7) calendar 
days of the meeting and shall notify the Chief of 
Police and the grieving officG;r in writing a';"- to 
the results of his efforts- 

(E If a satisfactory set t le.'.rient has not bes reached 
after steps (A) thcru (C) have been taken? tli-' 
Boroi.igh Admini s ^ ra tor sh -i 11 present the grics ance 
to the-? Police CoiTicnittee oithiin fourteen (14) 
calendar days attended b ' the Chiief of Polic :.. 
and the grieving officer,. The Police Conwri i t i oe 

a6 




s I i CT t- 't-t'fiuj T- t j r i vt? i.,.rr .i ov-:''. vic:: 0 V'.'i; i ? 1 v ; 

ten ( 1 -O calend,Tir days of the nsG^et i nq arid ncjti.t' v 
the' L-hief dt PoiicG' and the qt i ev i nq olficaar ij f 
the ••“e-=-u]. ts ir? writing before the end of the 
tenth day„ 

'! F > Firidiiig no Batisfactory -aett i erfiernt of thia 

gr i evanee n it shall be presented to thK? Mayrn' 

and Council by the Chairman of the Police 

Committee. The Mayor and Courtcil shall submit 

its decision in writing with i n f our teeri ( i ) r c. 1 e ^"1 dar 

days O'f the meeting to the Chief of Police and 

the grieving officer. Its decision shall be 

final. 

If any article? sectiovi or part of this program shall 
be declared to be unconstitutional? invalid? or inoperative? in 
whole or in part? by a court or body of jurisdiction?, such 
article? section? or parts shall? to the extent that it is not 
unconstitutiona1? invalid or inoperative? remain in full force 
and effect and no such determinations shall he deemed to 
invalidate the rerraining articles? se^ctions or parts therreof. 

lERMS AND RENEWAL 

(A) Th > s agreement shall Le in full force arid K'ffect 

j 

re: l-roactively from January 1? 1990 and shall 

regain in effect to and including December 31? 

19?2- 

i^B) This Agreement shall contiriue in fi^ll force and 
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fe<: 
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y e ■> 

tlior- 

rai te: u.-fLess • 
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the otl'icjv 
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■. u!. o v " <:j a Vit-tv V I ,L t; I "I t.. !'■■(« !'''l 0 vv j tvi E. I'i'iii' J, oy 0r -'"b-ivi;'.'.! 1 <j yfy 0 

R?]-stiori£ Act;, of a de^:ire to rLhanq:-? or fv^odlfy 
f;hc AarGemerit at l0a.!:>t 5i.>!ty yi'O) days prior to 
p i r-at i o n date of the Agreement., 

If’! ift r]'.;HS3 WI-itiREC.lF 1 the parties fiev-eto |■■■>ave here 

unto siet tl'ieir hande and S:;eal at Fair Haven? New Jersey on this 
ik r\ V 

day of ^ 1989. 
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Why Small Towns Do Not 
Need Managers 


Look 


For Some 


Red Flag*’ 


Warnings 


Anthony Scally 



am writing this from a personal perspective, having been 
a city manager in two small communities, one in Michi¬ 
gan and one in Tennessee. There will not be a large bibli¬ 
ography or many references, only some opinions, 
thoughts, observations, suggestions, and solutions. 

When talking with other people in the local govern¬ 
ment management profession (whether they are from a 
city, county, town, village, or borough), then looking at 
their problems with elected officials, one realizes that 
many larger communities do not have a professional 
manager and desperately need one, while conversely, 
many smaller communities do have a professional man¬ 
ager and do not need one. I know this thinking will not 
go over big with ICMA, nor will it be read by the elected 
officials of communities that need to read it the most. 
Elected officials will not believe what will be said herein, 
due to the fact they will not see themselves as being that 
“kind of community.” 

I have not determined where to draw the line between 
what is a small community and what is a large one. People 
have different opinions as to whether their community is 
big or small. Since more than 80 percent of all governing 
units in the United States have less than 5,000 residents 
and 90 percent have less than 10,000 residents (Schenker 
1986), it is difficult to distinguish big from small. Instead 
of using population as my criterion, I will use “small 
thinking.” I am going to say small thinking communities 
do not need professional managers. 
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the Definition 

What makes a community a small 
thinking community? The first, and 
maybe most important, criterion is 
the refusal of the elected officials to 
acknowledge their community has 
any problems. They feel theirs is the 
greatest community in the world in 
which to live. A second problem 
elected officials have is the reluctance 
to give up any power the}’ perceive 
they have received by being elected 
to the council or board. They believe 
they have inherited this power just by 
being elected. A transformation from 
being an average citizen to someone 
special occurs after they have won an 
election. This power becomes diffi¬ 
cult to give up when they hire a man¬ 
ager or administrator. 

In some communities, relinquish¬ 
ing this power never occurs and the 
manager/administrator becomes a 
go-fer instead of a manager. Elected 
officials must delegate the authority 
necessary to allow the manager to 
manage. This means giving up the 
perceived power they have as an 
elected official, allowing the man¬ 
ager the flexibility to hire and fire 
employees, deciding what work will 
be done, and choosing the company 
from which the community will buy 
its paper clips. 

Hie Manager 

Professional managers are generally 
hired from outside the community. 
You will be looked upon as an in¬ 
truder. People will question your 
ability to know their local govern¬ 
ment’s needs and wants. The culture 
of a community might not allow an 
outsider to run the city’s or town’s 
daily business. Citizens feel that the 
elected official, who has lived there 
all their life, knows more than the 
manager. The problem with this 
thinking is that lifelong residents 
who think they know everything 
about the community really know 
very little about it, and nobody can 


‘Hying to find the 


real power base of 
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is the toughest 


part of a new 
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tell them differently. 

It does not matter that a person 
moving into a community can see 
things that need correcting quicker 
and easier than people who have lived 
there all their lives. Elected officials 
are so close to the problem that either 
they do not see it, or worse, ignore it, 
hoping it will go away. The problem 
can also involve a friend or influential 
member of the community who sup¬ 
ports an elected official. Trying to 
find the real power base of the com¬ 
munity is the toughest part of a new 
manager’s job. The power is usually 
not the elected official, but a silent 
base that has been present for years. 
This silent f>ower can be as hard to 
motivate as the elected official. 


Age 

Problem solving in a small thinking 
community has a correlation be¬ 
tween the age of the elected body, 
the length of time these officials have 
been in their elected positions, and 
how long these officials have lived in 
the community. The longer for each 
criterion, the more retrograde the 
governing body, and the less that will 
be changed. This is a point you can 


observe yourself if you doubt its va¬ 
lidity. Check the age and longevity 
factors and see how much has really 
been accomplished in any commu¬ 
nity by looking back in the minutes 
of elected officials meetings. 

Usually, you will find a pattern of 
putting off fixing community prob¬ 
lems. The problem will not be voted 
on to be solved and eventually disap- 
peais from the minutes. Smaller 
thinking governing boards also will 
have a pattern of the occupation 
and/or affiliation elected bodies rep¬ 
resented. The board will have one 
person who is retired and has abso¬ 
lutely nothing to do but hang 
around city hall. This might not be 
totally true, but each and every 
elected small thinking body seems to 
have one such person. They are usu¬ 
ally the ones that know everything 
about the community, even though 
they have had no formal education 
in management, budgeting, person¬ 
nel, or purchaang. They come from 
the school of hard knocks and can be 
more of a hindrance than a help. 

The board will have a prominent 
businessman of the community or 
the community’s largest employer. In 
the northern United States, the 
board usually has a woman, and in 
the south, a good old boy and no 
women. Once in a while, you will en¬ 
counter a young person who does 
ha^•e a good educational back¬ 
ground. If the town has a bank, the 
board will have a person who works 
for the bank; and if the community 
has a ward system you will find a blue 
collar representative. If you do not 
believe this scenario, check it out 
yourself and see how close my de¬ 
scriptions come. 

tflRiy Problems Exist 

This will give you a thumbnail sketch 
of why these small thinking commu¬ 
nities have not been able to meet the 
demands of the 1990s. With the se¬ 
vere budget crises confronting all lev¬ 
els of government in 1990-91 and fu- 
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ture budget years, these small com¬ 
munities are faced with smaller bud¬ 
gets and larger expenditures. For 
years now, there has been an exodus 
of businesses from small cities and 
towns all across America, causing a 
loss of tax base and tax revenue. 
With the prospect of revenue being 
curtailed even further, these elected 
officials have entered into a crisis 
stage of governing. Thus begins the 
search for an “instant fix" to all of the 
problems that have built over the 
years. Failure to face these problems 
has not changed over the years; 
which causes the communities to be¬ 
come rigid and unable to adapt 
(Glueck 1971). 

These problems have been com¬ 
pounded by the precipitous drop of 
citizen participation within the com¬ 
munity. People no longer run for 
elected offices, donate their time to 
volunteer programs, or volunteer for 
fire and police work. Some have 
dropped out of the political process 
completely. This dropping out pro¬ 
motes the return of incumbent 
elected officials, which perpetuates 
bad governing and stymies new 
ideas. 

The citizens also demand the pub¬ 
lic official provide new, and some¬ 
times expensive, programs for the 
community without raising taxes. 
The elected official must then take 
drastic measures to please the voters. 
One alternative is to hire a man¬ 
ager/administrator. Some communi¬ 
ties might have already adopted the 
manager/administrator form of gov¬ 
ernment into their charter, while 
others must present this to the public 
for adoption. Since the elected offi¬ 
cial really does not want to go in this 
direction and is doing so only out of 
desperation, it makes a new manner’s 
or administrator’s job impossible. 

What Do They Want? 

In reading the advertisements in the 
ICMA Newsletter over a year’s time, 
(ICMA 1989), a pattern emerges of 
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the requirements communities are 
seeking in a manager or administra¬ 
tor. Minimum requirements include 
a bachelor’s degree in public admin¬ 
istration and preferably a master’s 
degree, experience in budgeting, 
personnel, planning, economic de¬ 
velopment, industrial park develop¬ 
ment, downtown revitalization (or 
the revitalizing of an older neighbor¬ 
hood, which relates to the “quick fix” 
syndrome), and a professional with 
proven leadership. 

This is really an oxymoron in 
smaller communities. Professional 
managers must learn that they vdll be 
working with elected officials that are 
less educated, less trained in public 
administration, and will not under¬ 


stand modern managing techniques. 
How will elected officials recognize 
professionally prox’en leadership if 
they themselves do not have any pro¬ 
fessionalism or proven managerial 
leadership? I have sent resumes to 
many smaller communities and 
never received an acknowledgment 
of having received my resume or, in 
some cases, no letter at all concern¬ 
ing the position. How can you adver¬ 
tise lor professional managers wlien 
you treat them in an unprofessional 
manner? 

A person looking at these ads 
should note some “red flags” that 
pop up, warning you a rough time 
can be had by all if you accept these 
positions. Watch for ads that say 
“must like small town" or “new posi¬ 
tion” or “previous manager retiring 
after 30 years." These communities 
would be better off hiring a local per¬ 
son who will be there in title only. 

This local person will try to keep 
everybody happy, especially the peo¬ 
ple working for the manager. One 
example is the community I worked 
for in Michigan. Before I was hired as 
city manager, the city had hired a 
local woman as city manager. She was 
born and raised in the community, 
was a very close friend of the mayor, 
had no formal education past high 
school, and had never been a city 
manager. She was friends with every¬ 
body, as vou would expect in a small 
community. What happened was ba¬ 
sically nothing—no problem was 
solved and the employees ran the 
community, including getting seven 
weeks’ vacation after 10 years’ ser¬ 
vice, 14 paid holidays, and 2 sick days 
a month with no cap on accumula¬ 
tion, Get the picture? 

Look About You 

As we drive through small communi¬ 
ties in America, one observation be¬ 
comes obvious. These communities 
have a lot of empty buildings, little 
industry, and a large stock of older 
housing. Rural communities have 
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been hit harder by the exodus of 
business and population than urban 
communities. Tlie smaller commu¬ 
nity has become stagnant or lost pop¬ 
ulation, its population base is aging 
and local business has moved to a 
nearby population center—usually 
the county seat. This move has been 
precipitated by the ability to travel by 
automobile to the larger city more 
quickly and efficiently. Traveling 30 
to 40 miles to go shopping today is 
common. 

With the community population 
aging and older people not wanting 
to leave their homes, the younger 
people of the community have very 
few housing choices, which forces 
them to move where housing is avail¬ 
able. One of those housing choices is 
the mobile home. How does the 
local elected official react to this type 
of housing? “We do not want that 
kind of housing in our community,” 
In reality, it is exactly what the com¬ 
munity needs. 

An even greater struggle occurs 
over revitalizing the downtown of the 
smaller community. The town might 
have a local gas station/convenience 
store, a couple of bars and restau¬ 
rants, a funeral home, nvaybe a drug 
store, and a lot of empty buildings. 
Some buildings might have been 
empty 10 to 15 years and are beyond 
repair and redemption. The best 
thing the council could do would be 
to tear these buildings down. But 
does it? Not if the owner is a long¬ 
time resident and friend of the 
mayor or the'council. 

Smaller cities will not have a mas¬ 
ter plan and, in most instances, will 
not have plans for the future. They 
rarely look into the next week or 
month, much less the next year or 10 
years. They are very happy with the 
past. They visualize today as the past 
and are happy that all is well. This 
also holds true for the daily operation 
of the community. Do not plan on pe¬ 
riodic equipment replacement. Their 
motto is “if it ain’t broke, don’t re¬ 
place it.” Even though the police car 
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has more chan a hundred thousand 
miles no it, keep it until it falls apart. 
If you have a computer system (that 
new-fangled gizmo) that is obsolete, 
never buy a new one so that em¬ 
ployee productivity can be improved. 
(Yes, you can measure employee pro¬ 
ductivity in the public sector.) 

Personnel 

Which brings us to personnel mat¬ 
ters. The area of public administra¬ 
tion where you need the best pro¬ 
gram possible is in the area of hiring 
employees. Poor employees cause 
you more grief than any other area 


of management. The smaller com¬ 
munity has a larger percetitage of 
poor employees than any other form 
of government. The spoils system is 
not dead iti the .smaller community, 
nepoti.sm is rampant, and good per¬ 
sonnel practices are non-existent. 

Both communities I worked in fol¬ 
lowed a pattern of hiring. New em¬ 
ployees were either friends and/or 
relatives of present employees or 
friends and/oi' relatives of the 
elected officials. This caused very 
sloppy personnel practices. In one 
position, no background checks were 
done on newly hired employees, in¬ 
cluding checking to see if the em¬ 
ployees had a valid driver’s licenses. 
When I had the employees checked 
who were driving city vehicles, I 
found two did not have a valid 
driver’s license. I also discovered two 
police officers did not have high 
school diplomas, nor had they gone 
through the police academy to be 
certified, both state law requirements 
for police officers. 

In another position, six of the 
eleven employees were close relatives 
of each other (brother, uncle, son, 
and sister). In one place, of the five 
employees working in town hall, two 
were sisters, one was a sister-in-law. 
Three brothers were in the Public 
Works Department, of which one was 
a department head supervising the 
other nvo, which was against adopted 
town regulations. 

Job descriptions or pay classifica¬ 
tions did not exist, which led to the 
favorite employees of the elected of¬ 
ficials getting the largest pay raises, 
causing a high employee turnover. 
Within one year, a supervisory 
change occurred in five of the eight 
departments. Eight of the nine em¬ 
ployees hired while I was there quit 
within six months to take better jobs 
after they had acquired the work ex¬ 
perience. The elected officials had 
very little knowledge of state or fed¬ 
eral laws concerning employee 
rights. According to them, the em¬ 
ployee had no rights. 
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Status Quo 

Small communities can become 
closcfl systems that shut out any new 
ideas and, even worse, do not recog¬ 
nize old problems that need correc¬ 
tion. Small local governments might 
be (he ultimate bureaucracy, tending 
to use their power to maintain the 
status quo, rather than promote 
change or innovation (Blau 1987). 
This inertia and self-preservation has 
rendered existing elected bodies in¬ 
capable of change. They become re¬ 
active instead of proactive. They will 
refuse to acknowledge their eco¬ 
nomic decline until it is too late. Any¬ 
thing new will have to be accommo¬ 
dated to much that is old (Gorman 
1976), which, in many cases, means 
nothing new will be proposed. They 
believe in an old myth that to never 
raise taxes is a great accomplishment 
for an elected official. If you do not 
raise taxes, businesses will beat a path 
to your door and, more importantly, 
the voters will love you and reelect 
you over and over again. 

Tlieir obedience is to traditional 
authority wed to the past. Wliat rules 
exist are those that have operated in 
the past (Blau 1987). You will hear 
them say, “We have always done it 
like this." It is the most frequent re¬ 
sponse from a closed town to a new 
idea. When hiring a professional 
nuinager, the elected official will not 
listen to the manager, but instead lis¬ 
ten to the employees who are neigh¬ 
bors, friends, and, more importandy, 
a local perton. This inbreeding in¬ 
hibits any new ideas. If adopted by 
the elected officials, these ideas 
could improve productivity, which 
means it is a bad idea for the em¬ 
ployee who also has always done it 
one w'ay. 

Progressive Communities 

I must pause here and switch from 
the negative to the positive. There 
are progressive, modern, innovative, 
smaller communities that do not fol- 
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low the above-mentioned parame¬ 
ters. These communities allow the 
manager to manage, they listen to 
new ideas, they have good hiring 
practices with job descriptions and 
pay classifications. Thev have recog¬ 
nized the problems of their commu¬ 
nity and are doing something to cor¬ 
rect these problems. They are 
actively recruiting new business, not 
expecting the business Just to come 
to their front door. They do raise 
taxes in a slow, manageable way with 
a master plan to let the citizens know 
where their tax dollars are being 
spent. 

They have recognized you cannot 
have a cozy, friendly relationship 
with every person in to\%Ti and have 


economic growth, new housing, or 
the revitalization of an older neigli- 
borhood. They are willing to surren¬ 
der that perceived power elected of¬ 
ficials think they have, and give the 
authority to the manager to man^e. 
They have a master plan or a list of 
goals and objectives with priority 
items that will be implemented and 
followed through to completion. 

These communities have not lis¬ 
tened to the nay-sa\ets and can’t 
doers. They have tried to mobilize 
the business community, tried not to 
make decisions strictly on a political 
basis and, most importantly, stood 
behind the manager they have hired. 

Suggestion 

The elected officials of a small com¬ 
munity should not hire a manager or 
administrator if they are not willing 
to let go of the authority necessary to 
improve community operations. 
They should not look upon the man¬ 
ager as the new kid on the block who 
is an outsider and intruder. The new 
rrianager is now a part of the commu¬ 
nity, and should be treated as such. If 
officials are not going to accept them 
into their family, they should not 
hire them. ESD 
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